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ABSTRACT 

This study investigates the Effect of Employee Empowerment on Job Performance at World Relief Rwanda, 

focusing on decision-making authority, access to resources and information, and training & development oppor-

tunities. Using a quantitative approach, data were gathered from 132 employees through surveys and analyzed 

using descriptive statistics, correlation, and regression analysis. Findings reveal that decision-making autonomy 

(coefficient = 0.338), access to resources and information (0.329), and training and development (0.330) are all 

positively correlated with job performance. Although there is some variation in perceived resource availability, 

each factor plays a significant role. The study emphasizes the importance of a holistic empowerment strategy that 

integrates these elements to enhance performance. Recommendations include increasing employee decision-mak-

ing power, ensuring equal resource and information access, aligning training and development with job roles and 

goals, and adopting a comprehensive empowerment approach. Overall, the research confirms that effective em-

ployee empowerment significantly boosts job performance, and addressing current gaps can lead to improved 

organizational outcomes. 

Keywords: Employee Empowerment, Job Performance, Decision-Making Authority, Human Resource Manage-

ment, Organizational Effectiveness. 
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1. INTRODUCTION  

In today's fast-paced and competitive business envi-

ronment, employee empowerment has become in-

creasingly critical to organizational success. By 

granting employees the autonomy and support to 

make decisions and take responsibility, organizations 

can enhance productivity and efficiency. This ap-

proach not only motivates employees but also enables 

them to contribute meaningfully to the achievement 

of organizational objectives (Sengupta, 2024). 

 

Historically, decisions such as changes in corporate 

culture, decision-making styles, management devel-

opment programs, the introduction of work teams, 

and remote work have been seen as top-down initia-

tives. While these represent foundational empower-

ment strategies, their direct impact on job perfor-

mance remains ambiguous, creating a need for further 

research (Vu, 2020). 

 

Mary et al. (2021) provided one of the most compre-

hensive, long-term empirical studies, demonstrating 

the growth and positive impact of empowerment 

practices. Empowerment is seen as a strategic re-

sponse to global competition, enabling front-line em-

ployees to take initiative by equipping them with au-

thority, resources, and problem-solving freedom. 

Ashenafi (2020) noted that empowerment is also used 

to reduce employee dissatisfaction, absenteeism, 

turnover, poor-quality work, and sabotage. 

 

In a study of six major global crises, Hamza et al. 

(2022) found that non-monetary motivation strategies 

including empowerment were widely used. Similarly, 

Utomo et al. (2021) reported that many organizations 

prefer empowerment during business downturns. Is-

mail et al. (2019) discovered a significant positive re-

lationship between employee engagement and job 

performance. Salahat (2021) defined employee em-

powerment as granting employees control over re-

sources and responsibilities in pursuit of organiza-

tional goals. In line with this, Purnomo et al. (2020) 

emphasized the role of shared decision-making in en-

hancing organizational performance. 

 

Job performance is widely recognized as a key organ-

izational concern. Wu et al. (2019) defined it as the 

output or behaviors of employees that align with or-

ganizational standards and project objectives. Em-

powerment significantly enhances job performance 

by decentralizing authority and enabling faster, more 

flexible decisions. However, while top-down deci-

sions may hinder responsiveness, unstructured decen-

tralization can lead to inconsistency and lack of uni-

fied purpose. Therefore, empowerment must be care-

fully implemented to balance autonomy and align-

ment with organizational goals. 

 

Organizations must also cultivate positive workplace 

behaviors such as teamwork, customer service, qual-

ity adherence, and proactive problem-solving to im-

prove job performance. Empowerment is one of the 

most effective methods for encouraging creative 

problem-solving and employee initiative. For em-

powerment to succeed, effective communication 

channels are essential. This requires management to 

increase interaction with employees and allow for 

meaningful feedback (Adnan et al., 2021).  

 

Employees are widely recognized as an organiza-

tion’s most valuable asset. As a result, companies in-

vest substantial effort in attracting, retaining, and de-

veloping talented and committed employees. One 

emerging strategy for achieving these goals is em-

ployee empowerment, which has become a signifi-

cant trend across industries due to its impact on em-

ployee behavior and organizational effectiveness 

(Francis &Alagas, 2020). Empowerment involves 

granting employees the authority, responsibility, and 

resources needed to make decisions and solve prob-

lems independently. This decentralization enables 

employees at all organizational levels to share control 

and accountability. (Selvi et al. 2020). 

1.1. Statement of the problem 

Employee empowerment is increasingly recognized 

as a critical driver of organizational success. By grant-

ing employees the authority to make decisions, access 

to essential resources, and opportunities for profes-

sional development, organizations can foster higher 

levels of engagement, motivation, and productivity 

(Ngqeza & Dhanpat, 2021).  

 

World Relief Rwanda (WRR), a faith-based organi-

zation committed to addressing global crises in col-

laboration with the church, relies heavily on em-

ployee performance and commitment to fulfill its 

mission. Despite various empowerment initiatives, 

WRR continues to face challenges. Employees have 
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reported limited involvement in decision-making, in-

adequate access to resources, and insufficient train-

ing. Additionally, recognition and reward mecha-

nisms appear inconsistent, which may negatively af-

fect morale, engagement, and retention (World Relief 

Employee Engagement Summary Report, 2020). 

 

The impact of these issues on job performance is un-

certain. While some employees thrive under current 

practices, others face barriers that hinder their poten-

tial. These discrepancies point to the need for a deeper 

examination of empowerment practices at WRR, 

identifying implementation gaps and their influence 

on key performance indicators such as productivity, 

job satisfaction, work quality, efficiency, and reten-

tion. Although existing literature supports a strong 

link between employee empowerment and job perfor-

mance across various contexts, there is limited empir-

ical research on this relationship within Rwandan 

non-profit organizations (Alshemmari, 2023).  

 

Addressing this issue is vital for WRR to enhance op-

erational efficiency and achieve sustainable out-

comes. By investigating the relationship between em-

powerment and performance, this study seeks to offer 

actionable insights for WRR’s leadership. It will ex-

plore key management practices, determine factors 

contributing to effective empowerment, and evaluate 

their effect on job satisfaction and performance out-

comes (Albloush et al., 2022). Ultimately, the study 

aims to support WRR in implementing targeted inter-

ventions that foster empowerment, enhance employee 

performance, and cultivate a more engaged, moti-

vated, and effective workforce. This will strengthen 

WRR’s organizational capacity to serve vulnerable 

communities more effectively. 

1.2. General objective 

The general objective of this study is to examine the 

effect of employee empowerment on job performance 

at World Relief Rwanda as the case study. 

1.3. Specific objectives 

i. To analyze the effect of employee decision-

making on job performance at World Relief 

Rwanda. 

ii. To assess the effect of access to resources and 

information on job performance at World Re-

lief Rwanda. 

iii. To evaluate the effect of training and develop-

ment on job performance at World Relief 

Rwanda. 

2. LITERATURE REVIEW 

This section critically reviews current literature con-

cerning the effect of employee empowerment on job 

performance, with a specific focus on the World Re-

lief Rwanda context. The review will pinpoint the 

weaknesses, gaps, immediate relevance, and contri-

butions in the literature, while also highlighting theo-

retical structures relevant to the topic. By evaluating 

pertinent variables, methods, and objectives, goals, 

this section aims to offer a thorough comprehension 

of the link between employee empowerment and job 

performance. Additionally, a conceptual framework 

will be developed to reflect the relationship among 

key concepts. 

 2.1. Conceptual Review 

This section outlines and clarifies the key terms re-

lated to the topic. 

2.1.1.      Employee Empowerment 

 

Hulshof et al (2020) defined employee empowerment 

as enabling and encouraging employees to take the in-

itiative and make decisions that help shape the direc-

tion of their work, either individually or as part of a 

team. Yin et al (2019) saw employee empowerment 

as giving employees the tools, knowledge, and au-

thority to use their skills and capabilities to make de-

cisions on their own in their organizations. Turner and 

Turner (2020) defined it as a strategy that encourages 

and allows employees to have control over their work 

and impact decisions within the company resulting in 

increased autonomy, job satisfaction, and improved 

performance. 

 

2.1.2.      Job Performance 

Employee performance is a critical factor in deter-

mining organizational success. It reflects the behav-

ours and actions demonstrated by employees in their 

roles, often influenced by managerial practices. Job 

performance can be understood as an indivual’s abil-

ity to meet work-related objectives, fulfill expecta-

tions, adhere to standards, and contribute to organiza-

tional goals. It encompasses both quantitative and 

qualitative aspects of productivity. (Hassan, M., Az-

mat, U., Sarwar, S., Adil, I. H., & Gillani, S. H. M. 

2020). 
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2.2.Theoretical Review 

Theoretical frameworks provide a lens through which 

researchers can understand the complex relationships 

among variables. This study was guided by the fol-

lowing theories. 

2.2.1. Theory X and Theory Y 

This theory, developed by Douglas McGregor in 

1964, contrasts two leadership styles that influence 

employee empowerment. Theory X assumes a con-

trolled environment where managers make decisions, 

and employees follow instructions. In this setting, 

empowerment is limited, as initiative, independent 

thinking, and decision-making are restricted. This 

control-oriented approach can hinder creativity, re-

duce motivation, and lower job satisfaction. In con-

trast, Theory Y promotes a supportive, participatory 

environment where employees are trusted and en-

couraged to take initiative. Empowerment is central 

in this approach, as employees are given autonomy, 

responsibility, and the opportunity to participate in 

decision-making. Managers act as facilitators, help-

ing employees grow professionally. Thus, Theory Y 

aligns with employee empowerment by emphasizing 

trust, autonomy, and participatory management, lead-

ing to higher motivation and job satisfaction. On the 

other hand, Theory X, with its focus on control, typi-

cally undermines empowerment and negatively af-

fects employee motivation and satisfaction. 

2.3.Empirical Review 

Several studies explored the effect of employee em-

powerment on job performance in different organiza-

tional contexts. Andika and Darmanto (2020) exam-

ined the impact of employee empowerment and in-

trinsic motivation on employee performance and or-

ganizational commitment. The study argues that 

when employees have a sense of autonomy in the 

workplace and are intrinsically motivated, this leads 

to increased organizational commitment and im-

proved performance. The study concludes that em-

powering employees through trusting relationships 

and providing incentives that reward intrinsic motiva-

tion can enhance organizational commitment and ul-

timately performance.  

Baird et al (2020) examined how employee empow-

erment affects the quality of performance appraisals 

and performance. Through a review of prior research, 

it is found that employee empowerment is associated 

with better performance appraisals and higher perfor-

mance. Implementing an empowered approach to 

management can help organizations create high-qual-

ity performance appraisals, which can in turn foster 

higher levels of performance among employees.  

According to the study conducted by Awamleh, 

(2013), the study revealed that empowerment is a very 

significant tool in promoting individual performance 

thus improving overall organizational performance. It 

reflected wide attention among both researchers and 

practitioners of management. A great deal of litera-

ture on empowerment has been found. Major findings 

and conclusions of this study are that empowerment 

plays significant role in employee’s satisfaction thus 

promoting their performance in organizations. Em-

ployee’s participation in decision making, delegation 

of power, access to information and resources and job 

enrichment are common forms and tools of empow-

erments. 

According to Yin, Y., Wang, Y., & Lu, Y. (2019), 

first, empowerment practices such as job autonomy 

through boundaries and team accountability encour-

age employees to explore novel learning opportuni-

ties, through exploiting and deepening existing 

knowledge stocks in the process of task implementa-

tion. Empowerment practices, such as information 

sharing, help employees understand how their perfor-

mance contributes to overall firm performance and 

provide flexibility and adaptability for employees to 

work together in exploring new opportunities and 

neutralizing unforeseen threats in the environment. In 

addition, information sharing can create an organiza-

tional culture of trust between employees and their 

employer, which in turn can promote employees' loy-

alty to the organization and reduce their mobility. 

These employees will be valuable and rare in the com-

petitive labor market. Second, research provides mi-

cro‐level explanations for the mechanism between 

empowerment practices and organizational perfor-

mance. Having been built on the conceptualization of 

performance as the function of motivation, ability, 

and opportunity, a significant body of literature sug-

gests the positive effects of empowerment practices 

on organizational performance. Specifically, empow-

erment practices foster employees' sense of meaning 

in their work, to enhance their motivation. In turn, this 

improves work performance. Employees in firms 
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with a high degree of empowerment practices work in 

autonomous and interrelated team environments. This 

facilitates the transfer of knowledge and creative use 

of shared knowledge by employees. Moreover, em-

powerment practices provide opportunities to turn 

motivation into action and the application of 

knowledge and skills. This enhances organisational 

performance. For example, information sharing and 

job autonomy through boundaries enable employees 

to choose strategies to manage their work. In addition, 

empowerment practices give employees more oppor-

tunities. This is due to the fact that working within 

autonomous, self-managed teams enhances employ-

ees’ understanding of work processsess and facilitates 

swift coordination for error correction and adaptative 

changes. This perspective enriches existing reasearch 

by providing a micro-level view of how empower-

ment practices influence organizational performance. 

Moreover, we contend that the mechanisms of moti-

vation, enformation sharing and opportunity inherent 

in empowerment practices logically align with im-

proved organizational outcomes. Such practices con-

tribute to lower employee turnover by preserving val-

uable human capital, ultimately leading to enhanced 

firm performance. 

 Employment relationships often involve a level of 

specialization in human capital. If this were not the 

case, simple market-based contracts would suffice for 

exchanges between employers and employees. How-

ever, when employees possess unique skills or 

knowledge, losing them incurs significant transaction 

costs due to recruitment and training needs. To miti-

gate this, employers must align with organizational 

goals. Empowerment practices by fostering auton-

omy, ownership and and responsibitlity encourage 

employees to commit to both personal and organiza-

tional success. This reduces turnover and promotes 

behaviors that benefit the employer. Consequently, 

empowerment practices can lower transaction costs, 

boost boost employee motivation and retention, and 

ultimately enhance organizational performance. Syl-

via Nabila et al. (2021) suggested that empowered 

employees are very responsible, make an extra work 

effort and are more creative in their jobs, which to-

gether tends to enhance their performance at work. 

Finally, the researchers propose that empowerment 

practices may contribute to organizational perfor-

mance by positively mediating the relationship be-

tween human asset specificity and organisational per-

formance. Human asset specificity or specialized in-

vestment in human capital has a great potential to 

serve as a sustainable competitive advantage; this is 

because such human resources are likely to bring 

greater value to the firm than non-specialized assets, 

and they are also rare and difficult to imitate by com-

petitors. 

The empirical review demonstrates that employee 

empowerment significantly influences job perfor-

mance across diverse organizational contexts. Em-

powerment practices such as autonomy, information 

sharing, decision-making participation, and job en-

richment foster intrinsic motivation, trust, and loy-

alty, which collectively enhance organizational com-

mitment and performance. Moreover, empowerment 

contributes to knowledge transfer, adaptability, and 

alignment of employee and employer interests, reduc-

ing turnover and transaction costs. By leveraging hu-

man asset specificity and fostering a culture of em-

powerment, organizations gain a sustainable compet-

itive advantage. Therefore, empowering employees is 

a vital strategy for improving individual and organi-

zational performance. 

2.4.Conceptual Framework 

A conceptual framework for the research topic "Ef-

fect of Employee Empowerment on Job Performance 

at World Relief Rwanda" illustrates how the inde-

pendent variable (Employee Empowerment) influ-

ences the dependent variable (Job Performance). The 

independent variable “Employee Empowerment” in-

cludes several sub variables: decision-making author-

ity, access to resources and information, training and 

development opportunities, and recognition and re-

wards. These sub variables are believed to influence 

various aspects of the dependent variable “Job Perfor-

mance” which is measured by productivity, job satis-

faction, quality of work, efficiency, and employee re-

tention. The framework shows that strengthening em-

ployee empowerment in these specific areas should 

lead to improved job performance metrics, highlight-

ing the connection and potential causality between 

these variables. 
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Figure 1. Conceptual Framework. 

3. METHODOLOGY 

This study adopted a mixed-methods approach, com-

bining both quantitative and qualitative research tech-

niques. Primary data was collected through structured 

questionnaires administered to a selected sample of 

employees across various departments and organiza-

tional levels within World Relief Rwanda. Addition-

ally, semi-structured interviews were conducted with 

key informants, including team leaders and depart-

ment heads, to gain in-depth insights into empower-

ment strategies and their perceived effects. Secondary 

data was gathered through a review of internal organ-

izational documents, reports, and relevant academic 

literature on this study.  

3.1. Research Design 

According to Saunders and Miller (2019), the re-

search design outlines how the research was con-

ducted and set the boundaries for the study. For this 

research, the design was descriptive and correlational, 

as it aimed to explore the effect of employee empow-

erment on job performance at World Relief Rwanda 

(WRR). The descriptive approach provided a detailed 

understanding of the current empowerment practices 

at WRR, while the correlational design examined the 

relationship between employee empowerment and 

job performance outcomes such as productivity, 

achievement of goals, and work quality. This design 

is ideal for studying existing practices and their im-

pact in a real-world setting, without manipulating the 

Access to resources and information 

 Human Resources 

 Technological Resources 

 Information flow  

Training and Development 

 On-the-job training 

 Leadership Development Pro-

grams 

 Wellness programs 

Job Performance 

 Productivity 

 Achievement of goals 

 Quality of work 

 
 

 
 

Decision-Making Authority 

 Delegation 

 Accountability 

 Formal Structure 
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variables. The study will offer insights into how em-

powerment influences performance and suggest strat-

egies for enhancing employee engagement at WRR. 

3.2. Study Population 

The study population consists of all employees of 

World Relief Rwanda including managers and non-

managers. The company employs 200 people in vari-

ous departments such as Administration and Finance, 

Office of the Country Director, Partnership Engage-

ment, Programs Impact and Quality, Grants Manage-

ment and Field Offices. 

3.3. Sample Size 

Before identifying the respondents to this research, it 

is necessary to indicate how the sample size was de-

termined. To determine the sample size, the following 

mathematical formula designed by William G. 

Cochran is used; where, n is the sample size; N is size 

of the population and e is marginal error or level of 

confidence. 

General scientific formula: 𝒏 =  
N.no 

N+(no−1)  
; 

N= 200 is the total population size  

no= 384 is the sample size for an infinite population  

And then the sample size is:   

n = 
200 X 384

200+(384−1)  
;  

n = 
76800

583  
= 131.7    Then the sample is 132 respond-

ents. 

3.4. Data Collection Instruments 

 For this study, a combination of qualitative and 

quantitative. Data were collected through struc-

tured questionnaires, interviews, observation and 

document analysis. Questionnaires were used 

used for quantitative data, while interviews and 

document analysis provided qualitative insights. 

3.5. Validity 

 The validity of the research instruments, specifi-

cally the questionnaires and interview guides, 

was ensured through a systematic process with 

multiple validation strategies: 

 Development Based on Literature and Expert 

Consultation: Instruments were designed after re-

viewing relevant literature and consulting experts 

in coffee production and socio-economic im-

pacts, ensuring relevance and comprehensive-

ness. 

 Expert Panel Review: Experts in coffee farming, 

socio-economic research, and survey design 

evaluated the instruments to ensure clarity, ap-

propriateness, and unbiased questions. 

 Alignment with Conceptual Framework: The in-

struments aligned with the study’s conceptual 

framework, capturing key constructs critical to 

the research goals. 

 Correlation with Established Measures: Crite-

rion-related validity was assessed by comparing 

results with established external measures, con-

firming the accuracy of the instrument. 

 Construct Validity: Correlational analysis with 

established measures of the same constructs pro-

vided evidence of construct validity. 

3.6. Reliability 

 To ensure reliability, the same questionnaire was 

administered to the same sample at two different 

points in time. The correlation between the re-

sponses was calculated to assess the instrument’s 

stability. 

 For qualitative data from interviews and focus 

groups, independent coding was done, and Co-

hen’s Kappa coefficient was used to assess inter-

rater reliability, ensuring consistency in data in-

terpretation. 

 Instruments were also pilot-tested on a small sam-

ple similar to the study population but not in-

cluded in the main study. Feedback from the pilot 

test helped refine the instruments. 

 Data were collected through multiple methods 

(questionnaires, interviews, focus groups, and ob-

servations) and from various sources, including 

smallholder coffee farmers, coffee cooperative 

leaders, and washing station owners. 

3.7.Data Analysis 

The study used primary data gathered through sur-

veys and interviews to better understand the effect of 
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employee empowerment on job performance at 

World Relief Rwanda. The following data analysis 

techniques were utilized:  The survey responses will 

be analyzed statistically. Mean, median, mode and 

standard deviation were descriptive statistics that 

summarized the data's central tendencies and variabil-

ity. Inferential statistics, such as t-tests and ANOVA, 

were used to assess the significance of differences be-

tween groups. Additionally, multiple regression anal-

ysis will be used to identify links between employee 

empowerment and job performance using an econo-

metric model where X stands for the independent var-

iables (Employee Empowerment components) as 

shown below: The general form of a multiple linear 

regression model is:  

𝑌 = 𝛼 +  𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + 𝜀 

Statistical Tests 

T-tests have been used to compare means between 

two groups (e.g., comparing job performance be-

tween employees with high vs. low levels of empow-

erment). 

ANOVA (Analysis of Variance) have been used to 

compare means across more than two groups (e.g., as-

sessing the impact of different types of empowerment 

practices on employee performance). 

4. Results and Discussion 

This chapter presents the findings of a study aimed at 

assessing the effect of employee empowerment on job 

performance at World Relief Rwanda. The study fo-

cused on three key aspects of employee empower-

ment: decision-making authority, access to resources 

and information, training and development, and their 

influence on employees' performance within the or-

ganization. Effective employee empowerment is cru-

cial for enhancing job performance, boosting em-

ployee motivation, increasing productivity, and fos-

tering job satisfaction. A total of 200 employees at 

World Relief Rwanda participated in the study, 

providing a 100% response rate. Descriptive statistics 

were used to analyze their feedback, with an emphasis 

on frequencies and percentages to summarize the 

data. Additionally, Z-score analysis was applied to 

test the significance of the findings. The study aimed 

to offer insights into how employee empowerment 

practices can enhance job performance at World Re-

lief Rwanda and contributed to the overall effective-

ness and success of the organization in fulfilling its 

mission. 

4.1 Findings 

4.1.1. Descriptive Analysis of Employee Empow-

erment and Job Performance 

This section presents an analysis of the research ob-

jective by exploring respondents’ perceptions regard-

ing the influence of employee empowerment on job 

performance at World Relief Rwanda. Descriptive 

statistics were used to summarize and interpret the 

data in a clear and meaningful way. A five-point Lik-

ert scale was applied to measure respondents' atti-

tudes, where 5 represents Strongly Agree, 4 represents 

Agree, 3 denotes Neutral, 2 represents Disagree, and 

1 stands for Strongly Disagree. This approach pro-

vided a structured interpretation of participants’ 

views on how decision-making authority, access to 

resources and information, and training and develop-

ment impact their performance. The analysis showed 

that employees generally perceive empowerment as 

having a positive effect on job outcomes. Notably, ac-

countability associated with decision-making had the 

highest mean (M = 4.09), indicating strong agreement 

on its motivational impact. Access to accurate data (M 

= 3.78) and on-the-job training (M = 3.94) were also 

highly rated, reflecting their role in enhancing 

productivity and efficiency. However, variations 

were noted in areas such as supervisor support and 

training alignment, suggesting uneven experiences 

across departments. The summarized descriptive sta-

tistics are presented in Tables 1 to 4, detailing the re-

spondents’ perspectives across key empowerment di-

mensions. 

 

Table 1: Respondent View on influence of employee decision-making on job performance at WRR. 

Statements N Mean Std. Deviation 

I have clear decision-making authority, which positively 

impacts my job performance. 
132 3.75 1.258 

The delegation of tasks by my supervisor allows me to 

work more efficiently. 

132 
3.71 1.266 
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Being trusted to make decisions in my role improves the 

quality of my work. 

132 
3.75 1.140 

The accountability associated with decision-making moti-

vates me to perform better. 

132 
4.09 1.102 

I receive the necessary support from my supervisor when 

decisions are delegated to me. 

132 
3.65 1.158 

My job satisfaction improves when I am empowered to 

make decisions related to my work. 

132 
3.71 1.104 

Having a say in decisions related to my tasks enhances my 

productivity. 

132 
3.68 1.145 

Clear communication of delegation responsibilities posi-

tively influences my job performance. 

132 
3.86 1.155 

Valid N (listwise) 132   

Source: Field data 2025 

Table 1 summarizes respondents’ views on the influ-

ence of employee empowerment on job performance 

at World Relief Rwanda. The findings indicated a 

generally positive perception, with clear decision-

making authority (Mean = 3.75) and trust in decision-

making (Mean = 3.75) linked to improved perfor-

mance. Accountability received the highest mean 

(4.09), highlighting it as a strong motivator. Delega-

tion of tasks (Mean = 3.71) and clear communication 

of responsibilities (Mean = 3.86) were also noted as 

contributing to efficiency and job satisfaction. How-

ever, some variation was observed in supervisor sup-

port during delegated decision-making (Mean = 

3.65), suggesting inconsistencies that may weaken 

empowerment efforts. Involvement in task-related de-

cisions (Mean = 3.68) further reinforced the im-

portance of participatory management. Overall, the 

results suggested that empowerment when combined 

with consistent support, communication, and ac-

countability enhances motivation, productivity, and 

satisfaction. The study emphasized fostering a culture 

where employees are trusted, supported, and empow-

ered to drive improved organizational outcomes.

Table 2: Respondent View on the impact of access to resources and information on job performance at 

WRR. 

Statements N Mean Std. Deviation 

I have access to the technology and tools necessary to perform 

my job efficiently. 

132 
3.70 1.251 

The organization provides updated technological resources that 

enhance my job performance. 

132 
3.71 1.233 

I can easily access the information I need to make informed de-

cisions in my role. 

132 
3.65 1.298 

The availability of accurate data supports my ability to deliver 

quality work. 

132 
3.78 1.219 

My job performance is positively impacted by timely access to 

critical work-related information. 

132 
3.62 1.117 

The organization provides training on how to effectively use 

available technological tools. 

132 
3.47 1.159 

Access to digital resources has improved my productivity and 

work efficiency. 

132 
3.60 1.172 

Clear systems are in place for sharing important information 

across teams and departments. 

132 
3.55 1.167 

Valid N (listwise) 132   

Source: Field data 2025 
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Table 2 presents the respondents' views on the im-

pact of access to resources on job performance at 

World Relief Rwanda. The table includes several 

statements, with corresponding means ranging 

from 3.47 to 3.78, and standard deviations be-

tween 1.117 and 1.298. These values suggested 

that respondents generally agree that access to re-

sources such as technology, tools, data, and infor-

mation positively impacts their job performance, 

although their agreement is not overwhelmingly 

strong. The highest mean score of 3.78 is associ-

ated with the availability of accurate data, indicat-

ing that respondents place significant value on 

data accuracy for delivering quality work. How-

ever, the lowest mean of 3.47 is linked to the 

statement about receiving training on how to ef-

fectively use technological tools, suggesting that 

while training is available, it may not be suffi-

ciently comprehensive. Additionally, the state-

ment regarding clear systems for sharing infor-

mation across teams received a mean of 3.55, in-

dicating that respondents perceive some gaps in 

communication and information-sharing systems. 

Overall, the results implied that while access to 

resources and information positively impacts job 

performance, there are areas, particularly in train-

ing and communication, where improvements 

could enhance employees’ overall effectiveness. 

Table 3: Respondent’s View on role of training and development on job performance at WRR 

Statements  N Mean Std. Deviation 

The on-the-job training I receive enhances my job performance. 132 3.94 1.179 

Wellness programs offered by the organization positively impact my job 

performance. 

132 
3.90 1.251 

I am encouraged to attend training and development programs to im-

prove my skills. 

132 
3.89 1.278 

Leadership development programs at World Relief Rwanda help me im-

prove my leadership skills. 

132 
3.87 1.292 

On-the-job training has helped me acquire new skills that enhance my 

productivity. 

132 
3.83 1.364 

I feel that the training I receive is aligned with the goals and needs of 

my role. 

132 
3.78 1.481 

The organization offers relevant leadership development opportunities. 132 3.76 1.564 

I have access to wellness programs that help me manage work-related 

stress and maintain my well-being. 

132 
3.75 1.438 

Valid N (listwise) 132   

Source: Field data 2025 

Table 3 presents respondents' views on the role of 

training and development in job performance at 

World Relief Rwanda. The data showed that em-

ployees generally perceive the training and devel-

opment programs positively, with mean scores 

ranging from 3.75 to 3.94. The highest mean of 

3.94 reflects strong agreement that on-the-job 

training enhances job performance, and wellness 

programs were also viewed positively with a 

mean of 3.90, indicating they contribute to well-

being and effectiveness. Other statements, such as 

being encouraged to attend training (mean 3.89) 

and the effectiveness of leadership development 

programs (mean 3.87), suggest employees feel 

supported in their growth. However, some varia-

bility were observed, particularly with leadership 

development opportunities, where the standard 

deviation of 1.564 showed significant differences 

in perception. The lowest mean, 3.75, relates to 

access to wellness programs, suggesting there 

may be gaps in availability or perceived impact. 

The relatively high standard deviations across 

most statements indicated that while many em-

ployees agree with the positive impact of training, 

there are differing opinions and experiences. 

These findings on the entire study suggested that 

while training and development are generally 

viewed as positively influencing job perfor-

mance, there are areas for improvement.  
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Table 4: Effect of Employee Empowerment on Job Performance at World Relief Rwanda 

Statements  N Mean 

Std. Devia-

tion 

Access to the right resources and information has improved the quality 

of my work. 

132 
3.90 1.251 

I consistently achieve my work goals due to the empowerment pro-

vided in my role. 

132 
3.84 1.441 

My overall job productivity has increased due to the empowerment 

and resources I receive. 

132 
3.83 1.364 

The quality of my work has improved as a result of being empowered 

to make decisions. 

132 
3.78 1.481 

The empowerment initiatives in my organization have positively im-

pacted my performance. 

132 
3.75 1.438 

Employee empowerment has a positive impact on my overall job per-

formance. 

132 
3.75 1.258 

The training and development programs have enhanced my job perfor-

mance and ability to meet targets. 

132 
3.75 1.140 

Having more decision-making authority has led to higher productivity 

in my role. 

132 
3.71 1.266 

Valid N (listwise) 132   

Source: Field data 2025 

Table 4 summarizes respondents’ views on the ef-

fect of employee empowerment on job perfor-

mance at World Relief Rwanda. Overall, empow-

erment including access to resources and infor-

mation, decision-making authority, and training 

and development was viewed positively, with 

mean scores ranging from 3.71 to 3.90. The high-

est mean (3.90) reflects strong agreement that ac-

cess to the right resources and information im-

proves work quality, while 3.84 suggests empow-

erment helps employees meet work goals. Em-

powerment also enhances productivity (mean = 

3.83) and work quality (mean = 3.78). However, 

some variability is evident, particularly in percep-

tions of decision-making authority, where lower 

means and higher standard deviations indicate 

mixed experiences. The lowest mean (3.71) 

shows less consensus on productivity gains from 

decision-making authority. These findings sug-

gest that although empowerment generally im-

proves job performance, its impact varies across 

roles. Tailoring initiatives to address individual 

and departmental needs could enhance their ef-

fectiveness and ensure more consistent benefits 

across the organization.

 

4.1.2 Inferential Analysis 

This section presents the inferential analysis of 

the relationship between employee empowerment 

and job performance at World Relief Rwanda. 

Regression analysis was used to determine the 

impact of employee empowerment on job perfor-

mance outcomes such as productivity and effi-

ciency. 

The analysis aimed to identify whether empower-

ment significantly influences job performance. 

The results, summarized in the following tables, 

include key statistics like model fit, correlation 

coefficients, and significance levels, providing in-

sights into how employee empowerment serves as 

a predictor for job performance within the organ-

ization. 

Table 5: Model Summary  

Model R R Square Adjusted R Square 

Std. Error of the Esti-

mate 
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1 .893a .797 .796 .123 

Source: Field data 2025 

Table 5 summarizes the regression analysis on the 

effect of employee empowerment on job perfor-

mance at World Relief Rwanda. The correlation 

coefficient (R) of 0.893 indicated a strong posi-

tive relationship, while the R Square (0.797) re-

vealed that 79.7% of the variation in job perfor-

mance is explained by empowerment factors. The 

Adjusted R Square (0.796) confirmed the model's 

reliability, and the low Standard Error of 0.123 

suggested accurate predictions. These results 

showed that employee empowerment through de-

cision-making authority, access to resources and 

information, and training and development signif-

icantly influence job performance. The findings 

reinforced the value of empowerment initiatives 

and highlight their importance in enhancing 

productivity and organizational success.

Table 6: Coefficients results  

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B 

Std. Er-

ror Beta 

1 (Constant) 1.266 .135  9.386 .000 

Employee decision-making authority  .612 .120 .699 5.080 .000 

Access to resources and information  .714 .122 .820 5.851 .000 

Training and development  .566 .146 .585 3.861 .000 

a. Dependent Variable: JOB PERFORMANCE 

Source: Field data 2025 

Table 6 presents the regression coefficients analyzing factors influencing job performance at World Relief 

Rwanda. The constant value of 1.266 is significant, representing baseline job performance. Access to 

resources and information has the strongest impact, with a coefficient of 0.714 and a Beta of 0.820, indi-

cating a substantial positive effect. Decision-making authority follows with a coefficient of 0.612 and Beta 

of 0.699, showing it also significantly enhances performance. Training and development contribute posi-

tively as well, with a coefficient of 0.566 and Beta of 0.585. All three predictors are statistically significant 

(p < 0.05), confirming their reliable influence on job performance. These findings suggested that improv-

ing resource access and information, empowering employees with decision-making authority, and 

strengthening training and development programs are key strategies to boost performance at World Relief 

Rwanda. 

 

 

Table 7: Correlation Analysis  

 Employee deci-

sion-making au-

thority 

Access to re-

sources and in-

formation 

Training and 

development 

Employee decision-

making authority. 

Pearson Correlation 1 .957** .959** 

Sig. (2-tailed)  .000 .000 

N 132 132 132 

Access to resources and 

information 

Pearson Correlation .957** 1 .968** 

Sig. (2-tailed) .000  .000 

N 132 132 132 
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Training and develop-

ment 

Pearson Correlation .959** .968** 1 

Sig. (2-tailed) .000 .000  

N 132 132 132 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Field data 2025 

Table 7 presents the Pearson Correlation Analysis re-

sults, highlighting strong positive relationships 

among employee decision-making authority, access 

to resources and information, and training and devel-

opment. Employee decision-making authority corre-

lates strongly with access to resources (r = 0.957) and 

with training and development (r = 0.959). Similarly, 

access to resources and information showed a strong 

correlation with training and development (r = 0.968). 

All correlations are statistically significant (p = 

0.000), indicating these associations are highly relia-

ble and not due to chance. The results suggested that 

improvements in one area such as increasing deci-

sion-making authority are likely to be associated with 

better access to resources and information and more 

robust training opportunities. These interconnected 

factors can reinforce one another and collectively 

contribute to enhancing job performance at World 

Relief Rwanda. 

 

5. Conclusion and Recommendations 

This chapter presents a summary of the research find-

ings, draws conclusions based on the analysis, and of-

fers recommendations aimed at improving employee 

empowerment and job performance at World Relief 

Rwanda. The research primarily explored the effects 

of key empowerment dimensions, including decision-

making authority, access to resources and infor-

mation, and training and development opportunities, 

on job performance within the organization. 

5.1.Conclusions 

Based on the analysis of the data and the discussion 

above, the following conclusions are drawn: Employ-

ees who perceive themselves as having autonomy in 

decision-making tend to have higher job perfor-

mance. Increasing decision-making authority among 

employees will likely improve overall performance. 

Access to necessary resources and information is cru-

cial for effective job performance. Although the ma-

jority of employees reported adequate access, there is 

room for improvement, especially in ensuring equita-

ble access across the organization. Training and de-

velopment programs play a key role in enhancing job 

performance. While employees generally feel they 

benefit from training, more targeted and relevant pro-

grams would better align with their current roles and 

future career aspirations. The positive correlations be-

tween decision-making authority, access to resources, 

and training and development suggest that these fac-

tors should be addressed holistically to maximize 

their impact on job performance. 

5.2. Recommendations 

Based on the findings and conclusions of this study, 

the following recommendations are made for improv-

ing employee empowerment and job performance at 

World Relief Rwanda: 

1.We recommend that Management should further 

decentralize decision-making processes, empower-

ing employees to make decisions independently. 

This can be achieved by increasing delegation and 

reducing the need for supervisory approval, which 

will enhance employees' sense of responsibility and 

job satisfaction. 

2.We recommend the Senior Management to ensure 

that all employees have the tools and information 

they need to excel in their roles, the organization 

should improve internal communication systems, 

provide up-to-date resources, and invest in technol-

ogy that enables easier access to necessary infor-

mation. 

3.The training programs should be revised to better 

align with employees' job responsibilities and long-

term career goals. Offering more relevant leader-

ship and skill development programs will help em-

ployees develop professionally, leading to im-

proved job performance. 

4.Given the interconnectedness of decision-making 

authority, access to resources, and training and de-

velopment, a comprehensive empowerment strat-

egy should be adopted that addresses all three fac-

tors simultaneously. This approach will ensure that 

employees are fully equipped to succeed in their 

roles. 
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